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Soft Skills. 


Introduction 


The transformations in post-modern society have 
decisively influenced the professionals’ training requiring 
skills that meet the organisational needs of companies. 
The changes tend to be perceived in several socio- 
economic dimensions, in which the processes of 
innovation impel the emergence of activities and 
competencies, that tend to redesign the society, causing 
that capital and people to migrate to other areas or to 
reinvent technically and professionally. 

In response to these transformations, Brazilian 
education has experimented, in recent years, with a 
significant increase in the offer of higher education 
colleges and educational institutions in the same way, 
from the last 15 years. It was possible to observe a 
significant increase in undergraduate courses in 
Administration in Brazil and the number of students 


enrolled. However, this did not mean an improvement in 


Abstract: This research paper's objective is to analyse the adequacy of the skills 
learned/acquired by a higher education degree in management and suitable skills for the 
market. Therefore, we have used descriptive research based on a survey of 258 students, 
graduates and post-graduates in business administration (Academy) and by the 14 
companies awarded by the Great Place to Work (market). The main results indicate that the 
competencies suggested by the Ministry of Education for undergraduate courses in Business 
Administration no longer respond to current market needs. They also focus that the skills 
most demanded by companies are Soft Skills, transversal and behavioural competencies. 
The adequacy between the competencies of the academy and the market, revealed through 
Student's t-test, that there is insufficient learning/acquisition/ mastery by students, graduates 
and graduates in 31% of the competencies studied, necessarily the skills most demanded 


the quality of the administrator's training (Oliveira and 
Sauerbronn, 2007). However, an increase in the number 
of courses did not occur without prejudice to the quality 
of the education offered (Castro, 1981). 

In an environment where companies seek to 
differentiate themselves to gain competitive advantage, 
the work of the administrator and the demand for 
favoured professionals of specific skills in parallel has 
evolved, making them capable of promoting 
organisational development. However, in a scenario in 
which 29.4% of the individuals are considered functional 
illiterates CINEP, 2015), educational institutions in 
Administration suffer from a lack of understanding of 
reading and comprehension of texts. This lag in primary 
education has significant repercussions in higher 
education and consequently in the labour market. 

Educational institutions, universities and colleges 
have played a fundamental role in the professional 


management and training of students, and it is 
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undoubtedly the main means of instrumentalizing access 
to information on the labour market, and professional 
trends, to guide career planning and to present, from the 
curriculum, the necessary paths to the consolidation of 
professional life. 

Accordingly, observing the educational trends and the 
new demands of the market, the National Education 
Council (CNE) approved a document in 2005, According 
to article 4 that undergraduate courses in Business 
Administration should develop the professional formation 
that manifests the right skills and abilities, suggested by 
the Ministry of Education (CNE, 2016). 

In this scenario, Fleury and Fleury (2011) addressed 
the term competence, which can be understood as the 
capacity that an individual possesses or develops for the 
resolution of adverse situations with efficiency and 
effectiveness. The authors argue that the absence of 
competencies reserves a sign of possible marginalisation 
in the labour market and_ social recognition. 
Corroborating this statement of the National Survey; 
profile, training, performance and work opportunities of 
the administrator, held in 2015 by the Federal Council of 
Administration (CFA) in partnership with the Regional 
Administration Councils (CRAs) it has been revealed that 
the current Administrators are aware of the competition 
in the labour market, most of them already have 
specialisation courses (eg., MBA) and projects to face 
new training programs (CFA, 2015). In the context of the 
market, the World Economic Forum (WEF) published a 
report in January 2016. "The Future of Jobs", states that 
35% of the skills most demanded by most professionals 
should change by 2020 (WEF, 2016). The changes are 
justified in the context of the so-called Fourth Industrial 
robotics, automation in 
intelligence and automatic 


advanced 
artificial 


Revolution: 

transportation, 
learning. With the understanding of these aspects, starting 
from the questioning of which competencies, the students 
and graduates of undergraduate courses in business 
administration must acquire/learn according to the needs 
of the contemporary markets. Because of the sustainable 
development objectives, concerning Objective 4 (UN, 
2015). This research aimed to analyse the adequacy 
between the skills acquired in undergraduate higher 
education in Administration and the competencies 
demanded by the market, using a detailed survey based 
on a survey, a five-point Likert scale structure. To 
estimate the central objective the data were analysed with 
the statistical program SPSS 19, revealing the results for 
Student's _ t-test, the 
significance of the results. To develop a clear and linear 


aiming to identify statistical 


presentation order, this research has been structured by 
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this the academic 


perspective; competence in the market perspective; and 


introduction; competence in 
competence in the perspective of a great place to work. 
Consequently, the procedures, the 
presentation of the results of the research and the analysis 


methodological 


of the data, and finally the considerations and suggestions 
for future studies. 


Concepting Competence 

The term competencies have become a constant 
agenda both in academia and in business. Moreover, this 
theme is present at all levels of society; where there are 
people there are skills. However, the competencies have 
been a criterion of weight for the differentiation of a 
professional (private sector) and an organisation. The 
antonym, or the opposite of the word competence 
(incompetence), implies a biased and distorted form of its 
etymological interpretation. Indeed, it can be said that in 
a "pejorative" way. The absence of competencies reserves 
a sign of possible marginalisation in the labour market 
and social recognition (Fleury and Fleury, 2011). 

In general terms, the notion of competencies concerns 
three dimensions, which include competency as resources 
related to the concept of qualification (corresponding to 
the English concept of qualification or human capital 
accumulated) over the life of the individual as a result of 
training and accumulated experience. The competencies 
are knowledge, skills applied (activated) in a professional 
place (in the act of work, during the accomplishment of 
the tasks) and the result of social judgment (Suleman, 
2007). 

In this perspective, different theoretical currents 
demonstrate this understanding, namely, the American 
School of behavioural approach, represented by Boyatzis 
(1982), Mcclelland (1987), Spencer and Spencer (1993), 
Mirabile, Mclagan and Green (1999) and the French 
School with a constructivist approach of the authors’ Le 
Boterf (1994) and Durand (1998) Man and Lau (2000) 
and Zarifian (2003), Deist and Winterton(2005) as 
dominant in the discussion of the subject, besides 
Brazilian authors talk about the theme, such as Resende 
(2000), Ruas (2001), Dutra (2004), Rabaglio (2004), 
Fleury and Fleury (2011). 

The American authors been discussing 
competence for more than 35 years. They consider the 


have 


term, for the most part, as a set of personal characteristics 
observed and reflected in high-performance actions. The 
concept for French authors tries to go beyond the 
attributed approach as the qualification of the individual. 
They orient themselves in the perspective of the 
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applicability of the concept, as well as the contribution of differences in some points. All converge towards the 


the social factor of the individual. Thus, as the American, same understanding, according to Table 1. 


Table 1. Competency Concepts in the View of American, French and Brazilian Authors. 


Author Year | Skills Concepts 
Boyatzis 1982 ... Itis a set of personal characteristics that define superior performance. 
Mcclelland 1987 ... These are measured skills that are presented in a practical result. 
Spencer and . is a profound characteristic of an individual, which predicts who did 
Spencer 1993 something good or bad when measured in a specific criterion or standard. 
ie Botert 1994 . Three axes: the person (biography and socialization), educational 
background and professional experience. 
. characteristics and attributes of people who perform tasks and others 
Mclagan 1997 related to the task itself, which are observed through behaviours reflected in 
actions. 
Mirabile 1997 ... 1s a set of knowledge, skills, aptitudes or characteristics associated with 
high performance at work. 
Purarid 1998 . It is knowledge, skills and attitudes that represent resources or 
interdependent dimensions of competence. 
Creen 1999 ... A competence description quantifiable work habits and personal abilities 
utilised to attain a work goal. 
... Conceived as characteristics that include different personality traits, 
Man e Lau 2000 knowledge and skills, influenced by education, experience, training, family 
demographic aspects and history peculiar to the person. 
Rescnde 2000 ... It is the transformation of knowledge, skills, abilities, and interests into 
practical results. 
... The question of competencies arises in space for interaction between 
Ruas 2001 people; and the demand of the organization in its work and market 
processes. 
... It is taking initiative and taking responsibility in the face of complex 
Zarifian 2003 professional situations (ally), using practical intelligence. 
... Characteristics of the individual, with the concept of delivery (adding 
Dutra 2004 
value). 
. .. Skills, knowledge, attitudes and behaviours that allow the individual to 
Rabaglio 2004 . ; ae 
perform tasks effectively, in any situation. 
... It is understanding how to conduct responsible and recognized way that 
Fleury e Fleury | 2011 increases the organization's economic worth and the individual's social 
value. 


Source: Nassif et al. (2012) 
Further corroborating the construction of a wider 


French schools and the Brazilian authors' views, it is 
complementary to the concept when they refer to the 
term. It has characterised by abilities exercised in an 
organisational context and has linked to the integrative 
actions and possibility of better performance for the 
construction of the concept of competencies despite the 
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concept of competencies, individual competence is 
composed of a tripod: Knowledge, which refers to Style, 
Skills, in the concept of knowing how to do and Attitudes 
in the sense of wanting to do (DOZ, 1996; LOMBARDI 
et al., 2009). According to Queiroz (2018), knowledge 
and skills are technical skills, whereas attitude is 
it more 


However, making 


behavioural competence. 
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challenging to be managed Dede (2010) says that the 
focus on this tripod is not instrumental having these 
attributes is not a guarantee that the professional will add 
value to the organisation. 


Table 2. Interrelationship skills 


Soft Skills assist learners to grow self-confidence and 
self-assurance which are required to complete the course. 
They also contribute to achieving positive results in 
interviewing for in the 


organisation as 


and securing a_ position 
well as becoming recognised 


Skills Concepts 


given role. 


Cognitive Theoretical knowledge and basic concepts. 
Functional Skills demanded a given activity. 
Behavioural Personal characteristics, which effectively lead to superior performance in a 


Values and Ethics 


Personal and professional principles and the ability to execute them in work 
situations, which require such skills as a model for action. 


Metacompetences and 


Transcompetences 


Such competencies have the power to influence the development of other 
decisions, regarding aspects such as learning and self-development, mental 
agility, communication, creativity, problem-solving, analysis and reflection. 


Corroborating with this perspective, Barak (2018) 
approaches the concept of transversal skills or Soft Skills. 
The authors present the concept as behavioural attitudes 
innate or acquired by each professional are related to 
emotional intelligence skills with the mental abilities of 
each person, interpersonal relationships, differentiating a 
professional and putting it in greater competitiveness in 
the labour market. 

The concept of cross-disciplinary abilities was 
introduced by Robert Mertens under the heading of "key 
competencies" (which is vital credentials) and referred to 
skills that are not related to the training or technical role 
played by a person, are not related to the technical 
learning of a specific area of study or knowledge (Keane 
et al., 2016). Personality characteristics, objectives, 
preferences, and action reasons are examples of 
transversal skills. They are both generic and specialised 
competencies; they are transversal, transferrable, and 
adaptable, but there is no single and widely accepted 
definition of such competencies. They are the career 
attributes that people have to possess; (Lingerie et al., 
2000; Mirch, 2004; Mitchell, Skinner And White, 2010; 
Heckman and Kautz, 2012). Employability skills, critical 
skills, general skills, transferable skills, essential 
qualifications, transversal skills, non-academic skills, and 
people skills are transversal skills, sometimes called 
general, critical, universal, human, non-academic or 
necessary to achieve and maintain work/employment 
(Swiatkiewicz, 2014). 
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Source: Fernandes et al. (2021) 


organisational leaders (Jamison, 2010). According to 
some writers, this form of talent is more difficult to 
observe, evaluate, and quantify than technical skills 
(Levy and Murnane, 2003). Professional skills are 
essential for the best performance of the job. However, 
afterwards, transversal competencies are needed to 
maintain it (Brandtzeg et al., 2010). Therefore, having 
technical skills is a necessary condition. However, which 
is insufficient to remain on the market or at the job, as 
"technical and transversal competencies complement 
each other (Bawden, 2008). The best performers have 
both appropriate technical knowledge as well as 
behavioural skills”. 

Therefore, it has been verified that the conceptual 
basis of competencies is comprehensive and marks the 
term. In summary form, as a set of skills, aptitudes, and 
personal characteristics of the individual that makes it 
perform better in the organisational context, representing 
the cognitive, and productivity at work. 

Competence in The Academic Perspective 

For the delineation of the definition of competence 
from the academic perspective, it is essential to know 
some guidelines about the development of competencies 
in higher education in Administration. Therefore, we 
have the institutionalisation of the term "Competence" in 
the field of education, based on the understanding of the 
various propositions of the Law of Guidelines and bases 
of Brazilian National Education. 
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On December 20, 1961, the first sanction of the Law 
of Directives and Bases of National Education - LDB 
(Law no. 4,024 / 61) was enacted. Thirty-five years later, 
the new Laws of Guidelines and Bases of National 
Education were enacted, with Law No. 9,394, of 
December 20, 1996. The new LDB © guidelines 
represented an advance for Brazilian education, aiming at 
regulating national education and its various modalities, 
and although implemented more than a decade ago, the 
first guidelines found little use of the possibilities that 
have been provided in it. 


time. On the contrary, they inhibited innovation and 
diversification in the preparation or training of the art 
student for the market (CNE, 2005). 

It has been found in the National Curricular 
Guidelines (DCNs) of the Undergraduate Courses, among 
others, the specifications regarding the desired profile of 
the trainee and the skills and abilities, per course. These 
Guidelines has divided into guidelines common to 
specific courses and guidelines. Among the first ones, 
some refer to the pedagogical project the curricular 
organisation to the stages and complementary activities, 


Table 3. Skills to be Developed During the Administration Course 


The should 
promote the development of transversal 
skills 


Administration Course 


Curricular Guidelines for Administration Courses National 
Council of Education (Resolution no. 1 of 02/02/2004), 


Management Skills 
Contextualize of 


environment/situation); Systemic view; 


(reading 


Systematize decision making; Readiness 
for Change; Business view; Negotiation. 


Social Competencies 
Interpersonal relationships; 
Communication; Manage 


Working in the group; Develop teams. 


People; 


Recognise and define issues, examine solutions, think 
strategically, implement changes in the production process, act 
preventively, transmit and generalise information, and exercise 


decision-making abilities of varying complexity. 


Develop the ability to provide leadership and administration 
consulting, as well as administrative, managerial, organisational, 
strategic, and operational advice and knowledge. 


Technical Skills 
Know __ Processes 
developed in organizations; Know know- 


and _ Activities 
how and when to apply tools; Integrate 
specific and general knowledge in your 
area of expertise; Review concepts and 
establish critical and analytical reasoning 
about them. 


Critically reflect and act on the production sphere, knowing its 
position and role in the production system under its control and 
administration; 

Develop logical, critical, and analytical reasoning to operate with 
mathematical values and formulations present in the formal and 
causal relationships between productive, managerial, and control 
events, as well as creatively and critically expressing themselves 
in various organisational and social contexts. 

Improve your organization's ability to design, implement, and 
combine initiatives. 


Learning Competencies 

Reflection Capacity; Critical view - 
emancipatory; Establish reflective 
knowledge; Self-development; Use 
knowledge in action. 


Having creative thinking, drive, political and managerial will, 
readiness to learn, willingness to change, and awareness of the 
intellectual and ethical implications of their professional practice; 
- developing the ability to transfer knowledge from everyday life 
and experience to the work environment and its professional 
field, in different organisational models, demonstrating 
adaptability. 


Source: Adapted from Aesaert and Braak, (2015) 


The new guidelines of the LDB replace the minimum 
curricula of the courses, which established a consistent 
level between different institutions, implying in detail the 
disciplines and schedules. Its normative nature, inhibited 
educational institutions from innovating their pedagogical 
curricula not allowing the achievement of the desired 
quality according to their contextualization in space and 
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the monitoring/evaluation and the monograph/work of 
conclusion of course. In the Specific Guidelines by 
Course, there is the definition of the desired profile of the 
trainee, the skills, and abilities that should be made 
possible in the training of the student and the curricular 
contents. 
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The DCNs tell the following about the intended 
profile of the undergraduate course in Administration: 
The ability to grasp the scientific, technological, social, 
and economic elements of production and _ its 
administration is referred to as capacity. Observing 
as well as 
developing qualitative, adequate management, revealing 
the displaying 
intellectual flexibility and contextualised adaptability in 


progressive levels of decision-making, 


assimilation of new _ information, 
dealing with diverse situations, present or emerging, in 
the various segments of the manager's field of activity 
(CNE, 2005). 

Under this law, it is the responsibility of the Union to 
lower general rules on undergraduate and postgraduate 
courses, while determining curriculum for courses and 
programs is the responsibility of educational institutions, 
following the guidelines, which makes it possible to 
define the professional profile, they wish to form. 

Observing the educational trends and the variants 
demanded by the market. The National Education 
Council approved a new document, on July 13, 2005, 
showing in its article 4 that the undergraduate courses in 
Administration should develop the professional formation 
that manifests, the following skills and abilities: 

I- To recognise and define issues; equate remedies, 
think tactically, implement changes in the productive 
process, act preventively, transmit and _ generalise 
knowledge exercise, in various degrees of complexities, 
and the procedure for making decisions. 

II - To cultivate expression and communication skills 
that are consistent with professional practice, such as in 
negotiation processes and interpersonal or intergroup 
discussions. 

II — To analyse and act analytically on the production 
sphere, knowing its place, role in the productive system, 
and control and management. 

IV - To cultivate logical, critical, and analytical 
thinking to operate with mathematical values, and 
formulations found in formal, causal relationships 
between productive, administrative, and control events, 
as well as to express themselves critically and creatively 
in various organisational and social contexts. 

V — To demonstrate initiative, innovation, willpower, 
political and managerial will, openness to change, and 
understanding of the quality and ethical consequences of 
their professional practice. 

VI - To develop the ability to transfer information 
from ordinary life and experience to the workplace, its 
sphere of professional activity, in various organisational 
and to demonstrate 


structures, adaptability as a 


professional. 
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VII —To develop the ability, to plan, execute, and 
consolidate projects in organisations. 

VIII - To gain the ability to provide management and 
bureaucratic consulting, as well as administrative, 
managerial, organisational, strategic, and operational 
views and reports (CNE, 2005). 

From the professional education of skills and abilities 
to be developed in the student has institutionalised in the 
higher education of Administration. Antonello and Dutra 
(2005) have said that, In the discussion of reformulation 
and implementation of a pedagogical project of the 
administration course of a Private University with broad 
participation of students, teachers, researchers, 
community members, public sector representatives. After 
analysis, the authors developed in compliance with the 
competencies suggested by the MEC; a framework of 
competencies that students should develop during 
administration classifying them into four categories. 

It is understood that the notion of competencies is 
associated with expressions and verbs: "To know, how to 
act, to mobilize resources, to integrate multiple and 
complex knowledge, to learn, to know how to engage, to 
assume responsibility and to have a strategic vision" 
(Silva et al. 2004, Fleury and Fleury, 2011, Cornelis et 
al. (2016) raises some points common to individual 
competence, such as a set of characteristics or 
requirements - knowledge, skills, a condition capable of 
producing effects, results and or solutions of problems. 
Personal competence arises from individual learning, 
where the individual acquires information, skills, 
attitudes and values, always involving social interaction, 
through contact with reality, the environment and other 
people. For this to occur, determinant conditions such as 
organic, maturity are needed, as well as an internal 
disposition for continuous learning. 

Although the concept of competence is broadly 
disseminated and accepted by the tripod: Knowledge, 
Skills and Attitudes. Claro et al. (2012) say that the 
concept is obsolete and no longer responds to the needs 
demanded by the current corporate world. He talks about 
the requirements of a complete professional and speaks 
about eleven competencies of a current model of 
professional requirements, which he calls "Neo- 
competence": education, motivation, humility, 
achievement, authenticity, sociability, solidarity, skills, 
and attitude seeking a greater understanding of the 
individual's conception of competences (Fernandes et al., 
2021). Present a model integrated by different 
approaches, whose aim of the research was to identify 
the and maintains his 


professionalism in which 


how individual develops 


the work environment, 
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Table 4. Competencies Required by Large Organizations 


Company Interviewed Competence 

Cristian Goetz |Care for people. Some behaviours identify a leader with this 

Wives Brad (President) COMpErence, es as the search for solutions that balance different 
interests, focusing on strengths. 

Peter Estermann |The synergy. Professionals with this competence must be able to see 
Grupo Pao de | (Vice President) | new possibilities for savings or increased efficiency, not restricted to 
Agucar the sector in which they operate, but about the company as a whole. 

Claudia Worms | Inclusive leadership. The company believes that every employee has 


Sciama (Business 


to contribute, so it is necessary to listen to the opinion of subordinates 


(Vice President of 


Google Brasil | Director for | and relinquish control from time to time. Bosses cannot be a barrier to 
Retail) the flow of ideas. 
Gabriela Tanaka | Adrenaline in business. "What we mean by adrenaline is to always be 
Neishivgs (Operations connected, with the desire to solve in the best way and in the shortest 
Executive) possible time the problems that our customers may have”. 
André Fontes | Identification of opportunities. When recruiting the company evaluates 
(Director of | the role that the employee played in major change processes and the 
Jhonson & business in the | demystification of paradigms in other organizations. 
Jhonson bio-surgery 
segment) 
Eduardo Ribeiro | Create purposes. "In direct selling, creating a purpose is essential. We 


want someone who knows how to use the communication channels 


Avon Sales) and who is willing to inspire the team, whether in the same office or 
the sales network ". 
Rogério Interpret complex scenarios. Professionals capable of making 
Mendonca decisions in environments that can change quickly or adapt to different 
GE (Executive cultures, calculating risks and opportunities. 
Director of 
Transport) 
Alexandre Be bold. Facebook is a company that seeks disruption and innovation. 
Facéhook Hohagen (Vice | The idea is that if you never break anything, you're not moving fast 
andes President) enough. It doesn't matter that a decision was as disastrous as possible 
ee if it was made within the need to act quickly. "But it is our way of 
doing things." 
Source: Elaborated by the author based on Balau and Utz (2017) 
originated the concept of competencies in five differentiated training proposals and _ define 


interrelated groups or dimensions, according to Table 2. 
Aesaert and Braak (2015) argue that such 
competencies should not be understood as exclusive 
competencies located in specific disciplines or acting 
only in certain areas of the organisations, but acting as 
The 
flexibility and autonomy that institutions find to create 


transversal and complementary competencies. 
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professional profile 
they want to form a matrix of competencies that are the 
essential characteristics of the curricular guidelines. 
However, the development of competencies would lead 
to a change of behaviour in the management of 
institutions, 


educational attributing to students and 


teachers as the protagonist of this change. 


According to Rogers and Lopez (2002) _ the 
reformulation of pedagogical projects for the creation of a 
new matrix should contemplate both the curricular 
organisation and the pedagogical practices, seeking to 
overcome or even minimise the disciplinary 
fragmentation of the teaching itself. 

Corroborating with this perspective (Elmuti, 2004), 
there is always a difference between what is taught in the 
classroom and what is learned by the students. And that, 
even more, talented than this, there is always a difference 
between what is taught in education formal (academia) 


and what the world of work desires. In this 
Table 5. Most demanded skills 


Competence category 


Ranking 
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their courses and consequent to the market of work. 
Agreeing with the author's view above, Burgardt (2005) 
argues that developing skills is not an easy task. HEIs 
must create and develop new teaching methodologies 
where students, individually voluntarily can go after 
knowledge to develop their skills and abilities more 
efficiently. 

Although the acquisition of such skills, considering 
the perspective of the student. Some studies have pointed 
to obstacles to the achievement and use of these 
competencies, as in the study by (Albayrak and Caber, 
2014). They raise the need for reformulation in practices 


Variation in search frequency 
2014-2015 


1 Statistical analysis and data mining 0% 

2 Mobile development 9% 

3 Software quality assurance (QA) and usability testing 9% 

4 Logistics 1% 

5 Web architecture and development frameworks -2% 

6 Middleware and integration software -2% 

7 Engineering and data storage 3% 

8 Information security -2% 

9 Human resources (benefits and compensation) 15% 

10 Corporate law and governance Did not appear on the 2014 list 
11 Workplace safety Did not appear on the 2014 list 
12 Interface design 4% 

13 Microsoft application development 8% 

14 Business Intelligence -6% 

15 Review control system -8% 

16 Recruitment -14% 

17 Public Policies and international relations Did not appear on the 2014 list 
18 Materials Engineering Did not appear on the 2014 list 
19 Perl / Python / Ruby -4% 
20 Java Development -3% 
21 Business development and relationship management Did not appear on the 2014 list 
22 Social media marketing -13% 
23 Digital Marketing -9% 
24 Software modelling and process design -4% 
25 Shell scripting languages -7% 


context, Higher Education Institutions (IESs) need to 
understand the education process in the administration, to 
decide the strategies used in the classroom, so that the 
students develop the skills desired for the graduates of 
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Source: Pak Katie et al. (2020) 
of pedagogical aspects of teaching institutions, inserting 
throughout the 
experiences that approach what each professional will 
encounter, in the environments of their performance after 
graduation. 


undergraduate course concrete 
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Table 6. Most Demanded Skills by 2020 


Description 
According to the research, 36% of all operations in all industries would 
demand skill in tackling complex challenges during the next four years. 


To assess the strengths and limitations of various solutions, conclusions, 
and approaches to issues, use logic and rationalisation. This was the fourth 
most important ability in the Forum's 2015 projections, placing second in 


Creative professions will profit from situations of quick alterations in 
goods, technology, and working methods. The ability that was ranked 
tenth in 2015, market demand estimates is now one of the three most 


According to the World Economic Forum research, the capacity to 
encourage, develop, and recognise talent is the most important aspect of a 
manager's work. This talent is expected to be important in the energy and 


The capacity to coordinate one's activities in response to the actions of 
others was the second most important talent for the labour market in 2015, 
and it now ranks fifth in labour market demand estimates through 2020. 


becoming important in the corporate 
imagination. Competence did not feature in the market's talent projections 
in 2015, but it currently ranks sixth on the list for 2020. One factor to 


consider is that artificial intelligence is still a long way from being used in 


According to the survey, people experienced in analysing data and settings 
and making judgements from that now stand out in the market and will be 
much more in demand by 2020. The competency was ranked eighth in the 
list of competence projections highlighted for 2015, however, it has now 


In comparison to market demands for 2015 and 2020, the proclivity to 
help others has dropped in the rankings. However, it is still seen as a 


According to the World Economic Forum research, the sectors of 
and design will demand the greatest 


The research paper describes how to construct or apply distinct sets of 
rules to combine or arrange objects in various ways. Competence was not 
on the list of projected labour market demands in 2015. Consumer goods, 
communication, and information technology specialists will be in high 


Skills 
1 Complex Troubleshooting 
> Critical Thinking 
the list for 2020. 
Creativity 
3 
remarkable abilities for 2020. 
4 People management 
media industries by 2020. 
5 | Coordination 
Emotional intelligence is 
6 | Emotional intelligence 
management. emotional. 
7 |Capacity for judgment 
and decision-making 
risen to seventh. 
= Guid 
MURS LO SEENE: necessary talent for collaboration. 
9 _ computing, arithmetic arts, 
Negotiation negotiators by 2020. 
10 | Cognitive Flexibility 
demand in the industries. 


Source: Prepared by the author, based on the World Economic Forum (2016) 


Also, like the study of Nassif et al. (2012), in which, 
they emphasise that the method of education (teaching, 
research and extension) is foreseen in LDB. It must act 
inseparably within educational institutions. And still, 
because it is aware that the curricular matrix does not 
fully contemplate the demands demanded by the labour 
market. The authors suggest a university management 
model that intensifies projects in the research and 


extension area, among which we can mention; company 
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training, extension courses, extracurricular activities, as 
well as fostering partnerships with local and regional 
companies. 

In this sense, the relevance of research evidencing the 
connection between the acquired/learned competencies in 
the higher education of Administration and_ the 
competencies demanded in the market view is confirmed. 
Competence in Organizational / Market Perspective 


Int. J. Exp. Res. Rev., Vol. 32: 70-88 (2023) 


The concept of competence began to be elaborate in 
the organisational environment from the perspective of 
the individual. Under this approach, the results of 
journalistic research describe what skills and abilities are 
being demanded of professionals by large national and 
multinational companies. The research titled: "What 
companies expect from you now" (Vieira and Ferreira, 
2017), reveals some skills and attitudes demanded by big 
companies such as Avon, Facebook, GE (General 
Electric), Nivea, Pao de Agtcar, Johnson & Johnson, 
Google and Netshoes. For a better understanding, the 
competencies demanded by these eight large companies 
are presented in Table 4. According to the testimony of 
their presidents, vice presidents, executives and directors. 

Netshoes Gabriela Tanaka (Operations Executive) 
Adrenaline in business. "What we understand by 
adrenaline is to be always connected, with the desire to 
solve in the best way and in the shortest possible time the 
problems that our customers may have." 

Johnson, Johnson and André Fontes 
biogas 
opportunities is essential. When recruiting the company 
evaluates the role that the employee played in essential 


(Business 


Director of the segment) Identification of 


processes of change and the demystification of paradigms 
in other organisations. 

In this context, in January 2016, LinkedIn, a 
worldwide social network of companies and 
professionals, announced the ranking of skills most 
sought after by recruiters on the site in the year 2015. The 
social network analysed the searches made in Brazil and 
other countries. The keywords most typed by employers 
between January 1 and December 1, 2015, were grouped 
into 25 skill categories, according to Table 5. 

It added at the market level that the World Economic 
Forum (WEP) published a report in January 2016 (The 
Future of Jobs), stating that 35% of the skills most 
demanded by most professionals should change by 2020. 
The changes are justified in the context of the so-called 
Fourth 
automation in transportation, artificial intelligence and 
automatic learning (WEF, 2016). According to the report, 
health, energy, media and entertainment 
professionals are already changing the industry. It also 


Industrial Revolution: advanced robotics, 


consumer, 


emphasises that areas such as finance, infrastructure and 
transport will undergo more profound transformations in 
the future. The following is a list of skills and their 
descriptions. 

It is essential to emphasise the concept of individual 
competencies, that Knowledge and Abilities are technical 
while 
competencies. From this perspective, it can be argued that 


competencies, Attitude refers to behavioural 
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there is an increase in the demand for behavioural 
competencies. It becomes less costly for an organisation 
to manage or develop technical skills rather than 
behavioural skills. Perhaps this perspective explains. In 
part, the reason for the emphasis on recruitment programs 
for competencies such as motivation, initiative, solidarity, 
good sense, and self-denial, among others. 

According to Teixeira (2010) many of the main 
repressed demands of companies on their leaders, such as 
motivating managers and developing employees are all 
about people management. This previously neglected 
competence lies at the heart of a revolution which, 
according to theorists like Hamel, will mark the end of 
the era of authoritarian leadership and the beginning of a 
competitive cycle centred on human capital. 

Based on a survey conducted by Fleury a consulting 
firm in personnel management, with a sample of 365 
interviews with executives from eight Latin American 
countries. Teixeira (2010) affirms the need for 
organizations to find more and more complete 
professionals, which means that it is not enough to be just 
a specialist in a particular area. One must have a 
generalist view regarding human skills, the field of 
biological and physical sciences, seeking the balance 
between management and culture, through philosophy, 
schools business and complementary activities. It also 
says that the skills of innovation and decision-making are 
evident because together with the technical skills form 
the professional closest to the new century. The interest 
of the organisation is a professional who adds values, 
does not work individually and knows the importance of 
the work team. That is, professionals, focused on human 
capital. 

The rapid technological advance has raised the 
requirements of hiring, requiring a level of preparation 
that only the investment in higher education can provide. 
Among the various reasons for this reality are the 
technological evolution, school education of the 
employees and greater exigency of the consumers 
(Gerald Steiner, 2012). 

The ability of the professional to become employable. 
That is adapting to the new needs of such a dynamic 
labour market goes beyond the technical skills acquired 
during school education. Organisations also seek to find 
behavioural competencies in practitioners. To develop 
these competencies, a serious effort is needed on the part 
of families, governments, the education system and 
society as a whole (Torres et al. 2018). 

Few proposed model of a comparative analysis 
between the needs of the market and the training of 
managers. It has shown that in the perception of the 
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managers, the professionals of administration should be 
closer to the theoretical-practical premise, bringing them 
closer to the possible scenarios of the market, and 
developing the real skills required by the market. 
Corroborating with the concepts and perceptions seen 
so far, especially the need for more effective alignment 
between the academy and the market. To provide a closer 
experience to undergraduates, it is essential to highlight 


proper performance. They are seeking alignment between 
individual and organisational competencies. Competency 
management is a useful tool that transforms knowledge 
into action, where the result is visible to the entire 
organisation and the market (Pak Katie, 2020). 

The foundation of core competencies for the 
organisation lies in the existing knowledge in the 
company not only in some individuals but in groups of 


organisational competencies. For this, GPTW has _ individuals implicitly. And that leads the company to 


presented next to the "Best Companies to Work For" have a competitive advantage. Thus, from _ the 
award and what competencies the winning organisations identification of the essential competencies, the 
of this award demand. organisation starts to work on_ the individual 


competencies, in the process of successive unfolding, 
Table 7. Key Skills - Great Place to Work Methodology 


Dimension Description 


Credibility It is achieved when managers communicate with employees frequently, explaining the 
company's plans to them and asking for their opinion. It also includes the competence 
to coordinate material and human resources, so that employees know how their work is 
linked to the organization's objectives. Finally, credibility is closely linked to the 
integrity of managers; for them to be credible, they must comply with what they say. 


Respect It is based on instigating the professional development of employees, with resources, 
equipment and training; appreciating good work and extra effort; collaborating with 
employees on important decisions, concerned with personal well-being; and 
encouraging collaboration between departments, creating a safe and healthy 


environment. 


Justice In fair organizations, economic success is shared equally, through a combination of 
compensation and benefits programs. The hiring and promotion decisions are impartial, 
without favouritism or discrimination. There are clear processes for appealing decisions 


and resolving disputes. To be fair, you need to be impartial and fair. 


Proud This is what employees feel about their work, the individual contributions of their 
colleagues and team, the company's products and the place it occupies in the 


community. 


Camaraderie It is a dimension related to the bonds between employees, which is manifested in a 


socially friendly and receptive atmosphere and the feeling of family and team. 


Competence for The Great Place to Work Perspective 
There is a recognition in several sectors and areas, 
especially in the field of Administration, that the core 
competencies of the organization - denominated core 
competencies by Pak Katie (2020) - act in a 
complementary way to the competencies of the 
individual. Then, according to Dutra (2002) points out 
that there is an ongoing process of skill-sharing. 
Organisational competencies have been defined 
through strategic indicators such as company mission, 
vision and values, as well as other essential tools for their 
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Source: Pak Katie (2020) 


always having as its strategic objectives the company 
(Fleury and Oliveira, 2001). 

In the context of organisational competencies, GPTW 
publishes the ranking of the "Best Companies to Work" 
award annually. The publication of the ranking enables 
organisations to transform their work environment, acting 
positively on all companies, as it encourages 
organisations to improve and compete to enter the 
ranking. Others, in turn, comparing them, realise the 
failures and seek solutions to their problems (Great Place 


To Work, 2017). 
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Great Place to Work is a global research, consulting 
and training company that offers solutions to drive 
business results through people; founded in 1991 by 
Robert Levering in the United States based in San 
Francisco. The main objective of the publication "Best 
Companies to Work For" is not to award awards, but to 
spread good examples and encourage other companies to 
improve their work environment. It is a way of drawing 
society's attention to the importance of a pleasant 
working environment (Great Place To Work, 2017). Two 
forms reveal how companies have chosen for the ranking: 
companies, for self-interest, seek the GPTW and submit 
to the evaluation. This usually occurs in countries where 
the ranking list has been published in a few years. At the 
same time, companies have systematically invited, 
especially those who usually have good recommendations 
from customers and employees. The GPTW assessment 
methodology is based on the application of an employee 
survey, called the Trust Index, based on the research that 
gave rise to the book "The 100 Best Companies to Work 
for in America". GPTW experts survey to identify the 
distinctive phrases that characterise the employees of 
excellent places to work (Pak Katie, 2020). 

The Trust translates key organisational 
competencies for business valuation. The tool is applied 


Index 


to employees of all levels and areas and refers to the three 
essential relationships established in the corporate 
environment: the leader-subordinate relationship, the 
employee's pride in what he or she does, and the 
camaraderie among the work partners. These 
relationships guide the five critical dimensions of the 
Great Place to Work methodology used in more than 46 
countries (Pak Katie, 2020). Table 7 presents the critical 
dimensions of this methodology. 

In the organisational context, it is essential to emphasise 
that there is a distinction between the terms competencies 
and qualification. Both of these concepts are commonly 
confused. The notion of qualification guided the relations 
of work and 


teaching in the face of product 


characteristics. However, changes in production 
processes, resulting from a globalised market are 
transforming the view of the concept of qualification and 
opening space for the notion of skills. Besides, there is 
again as well as an understanding of the concept of 
competencies. It is observed that the term has been only a 
more modern nomenclature to manage an organisational 
scenario still permeated by the principles of Fordism- 
Taylorism. The concept of competence remains linked to 
the concept of qualification, usually correlated with the 
position or degree of hierarchy within the company. 


Thus, defining which skills or abilities an individual 
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should have seems to be insufficient to meet the needs of 
an organisation within a complex and changeable 
globalised context. 
Sustainable Development and Education Objectives 
Discussions on Sustainable Development (SD) on the 
planet are becoming more common in many contexts and 
fields of expertise. Several authors conceptualise 
sustainability seeking to find a systematic way to 
operationalise, it in organisations. One of the leading 
models, that sought to reduce sustainability to a minimum 
standard of operation, is the so-called Triple Bottom Line 
- TBL known as the Tripod of Sustainability, by Wiek et 
al. (2011). 
"principle of ensuring that our actions today will not limit 
the range of economic, social and environmental options 


The author defines sustainability as the 


available to future generations", operating the concept in 
these three dimensions respectively. 

The three dimensions of sustainability commonly 
referred to as the sustainability tripod must be integrated. 
So that resources have been effectively utilised in the 
environmental sphere. Besides, it has emphasised that the 
challenge for organisations is to maintain the balance and 
direct them in their strategies. 

In Brazil, in an academic context, Wiek (2011) points 
out that Education for Sustainability emerged in the year 
1970 when the focus on the educational role began to 
stand out, and the universities struggled to define and at 
the same time assume their role concerning teaching for a 
viable future. Wiek (2011) points out that Education for 
Sustainability in Brazil began to be highlighted in 1988 
as an essential public policy instrument, established by 
the Federal Republic of Brazil, the National Environment 
Policy (PNMA) and the National Policy of 
Environmental Education - PNEA. Under Law 6,938 of 
the PNMA. All forms of formal and informal education 
must include Sustainability Education, and its programs 
permanently, including programs for training and 
development of people carried out by public and private 
organisations. At the international level, there is the 
Declaration of Talloires in France in 1950, which brought 
together more than 400 universities from various regions 
of the world, and the 2001 Luneburg Declaration. Which 
brought together 1,000 institutions in the Global Higher 
Education For Sustainability (GHESP). Conference on 
Higher Education for DS. More recently in 2009, 
Alternative University Appraisal (AUA), the Community 
of Asian Universities, aims to strengthen Sustainability 
Education strategies as a global pact (Wiek, 2011). 
Education for Sustainability in Higher Education in 
Brazil has been institutionalised since the creation of the 
Brazilian Federal Constitution - CFB 1988. The text 
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related to article 214, which aims to articulate the 
national education system collaboratively and define 
guidelines, objectives, goals, and implementation 
strategies to ensure the maintenance and development of 
education at its various levels, stages and modalities 
through integrated actions of the public powers of the 
different federative spheres that lead to: 

I- Eradication of illiteracy. 

II- Universalization of school attendance. 

IfI- Improvement of the quality of teaching. 

IV-Work training. 

V- Humanistic, scientific and technological promotion 
of the Country. and VI - the establishment of a target for 
the application of public resources in education as a 
proportion of gross domestic product. 

Later, the CNE takes up this issue in Article 15 of 
Federal Law 9,795 (April 27, 1999), It establishes the 
National Environmental Education Policy and provides 
for environmental education. Other measures are 
included in Chapter I, articles 01 and 03, emphasising 
environmental education as a vital and permanent 
component of national education. And must be 
communicated at all levels and modalities of the 
educational process, both formal and non-formal. Articles 
205 and 225 of the Federal Constitution grant the public 
power. It is the responsibility to define public policies 
that include the environmental dimension, to promote 
environmental education at all levels of education, to 
encourage society's commitment to conservation, and to 
promote environmental education actions that are 
integrated with environmental conservation, recovery, 
and improvement programmes (CNE, 1999; da Silva 
2023). Due to the numerous social and environmental 
problems that have been occurring in recent decades to 
guarantee survival conditions for future generations. DS 
movements are growing, defined as "development 
capable of meeting the needs of the current generation, 
without commitment to the ability to meet the needs of 
"(WCED, 1987). 
perspective, the United Nations Organization in New 
York launched a new sustainable development agenda in 


future generations From _ this 


2015 including 17 sustainable development goals, known 
as ODS. More than 150 countries agreed on the 
objectives to be implemented and pursued over the next 
15 years. Among them, objective 4 contemplates the 
theme of Quality Education. Before that, other United 
Nations conferences and summits had already reaffirmed 
their commitment to sustainable development. The Rio 
Declaration on Environment and Development is one of 
them. The World Summit on Sustainable Development; 
the World Summit on Social Development; and the 
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International Conference on Population and 


Development's Programme of Action. The Beijing 
Platform for Action and the United Nations Conference 
on Sustainable Development both 


initiatives (Rio + 20). 


are important 


Methodological Procedures 

According to Rampazzo (2015, 53), "descriptive 
research observes, registers, analyses, and correlates facts 
or phenomena without manipulating them, studies facts 
and phenomena of the physical world, and especially of 
the human world, without the interference of researcher". 
In this sense, the environment where the research is 
carried out and applied is the labour market, represented 
by the companies that won the "Best Companies to 
Work" award in Ceara, medium and large category 2015 
and 2016. And the academy dimension is represented by 
the students, graduates and graduates of the 
undergraduate course in Administration of colleges, 
university centres and universities. Primary data-based 
survey- research has been used. It is worth noting that the 
survey application has indicated. According to this type 
of methodological approach, the researcher evaluates a 
sample of a problem to be investigated to conclude 
(Miguel, 2012; Prasad, 2023). 

The present research has developed in two phases: 

1) exploratory 
research aiming 


research through bibliographical 
to carry out an in-depth and 
comprehensive analysis of the subject of the research and 
providing greater robustness to the study. 

ii) field survey based on a survey, using two 
questionnaires, composed of 32 competencies, applied to 
258 students, graduates and graduates of the 
undergraduate program in Administration, comprising 
65% of graduates (167), 22% of graduates (56) and 14% 
of students (35). And applied to 14 companies awarded 
by GPTW. It is noteworthy that the same competencies 
were presented for both samples, seeking to identify in 
the questionnaire with the academy the learning/domain/ 
acquisition for each competency and aiming to identify in 
the questionnaire with the companies the degree of 
relevance/demand for each competency. 

According to Castillo-Vergara et al. (2016) this type 
of sample is defined as non-probabilistic by accessibility. 
According to the ease of access to the research actors. For 
that, a five-point Likert scale has used for both 
questionnaires. The five-point scale is more comfortable 
to apply, and has the same accuracy as the seven-point 
scale, although the seven- and eight-point scales present 
greater precision and yield in the results, the five-point 
scale has chosen to intend to provide more convenience 
Keane et al., 2016; Divyaranjini, 2023). 


for respondents 
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Also, aiming to reach the objective of this study, using 
Student's t-test, based on two independent samples, i) 
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Figure 3. Top 10 - Competencies Most Demanded by Companies 
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academia; ii) market, we sought to verify the 

adequacy between the skills learned/acquired by students, 
graduates of the undergraduate degree in Business 
Administration and the competencies demanded by the 
market. It has a test that is used to evaluate the 
differences between the means of two sample groups 
(Catts and Lau, 2008, Rana et al., 2021). 
To perform the test, a null hypothesis and an alternative 
hypothesis have been raised. Both being antagonistic, one 
considered as valid and the other as false, respectively. 
The null hypothesis for Student's t-test and the average 
competence of the students/graduates is equal to the 
average of the competencies of the companies. The 
alternative hypothesis for Student's t-test is and the 
average competence of the students/graduates is different 
from the average competencies of the companies. 

In this way, the statistical role of the procedure is to 
identify. if the results are statistically significant, 
according to the predetermined limits and always because 
of previously chosen "significance levels" (Fleury, 2009, 
Kumar, 2022). Thus, for this study, a significance level of 
0.05 was established that is, 5%. In practical terms, a 
critical value of "p" of less than or equal to 0.05 is 
assumed, a safety margin of 5% is assumed, or a different 
angle, a 95% chance of reliability of the data is correct. 

Besides, it should be added that to perform such a 
procedure, we used the statistical program SPSS 19 
version. According to Martinez and Ferreira (2007), 
"SPSS - Statistical Package For The Social Sciences - is 
Statistical analysis and data processing software for 
science social ". With the use of this software Student's t- 
test was applied. 

Analysis of Results 

The results of this study come from a survey, 
composed of 32 questions/competencies, considering the 
following criteria: The competencies suggested by the 
MEC to undergraduate courses in Administration. The 
most demanding skills by 2020, according to the World 
Economic Forum and critical competencies of the 
methodology used by GPTW. 


Adequacy Between Competences Learned / Acquired 
In Higher Education In Administration And Market 
Demanded Competences - Student ''t" test 

In this part of the study, we sought to verify the 


possible adequacy between the skills learned/acquired by 
the students and graduates of the undergraduate course in 
Administration and the competencies demanded by the 
market. For this, the Student's t-test was used, based on 
two independent samples. i) students/graduates; 11) 
companies. It should be noted that Student's t-test had 
applied to the 32 competencies, but in this case, only by 
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Table 4 compiles the ten competencies most demanded 
by the organisations, the "Top 10". Seeking a better 
understanding. Table some information necessary for its 
interpretation has outlined: 

a) Levene test: Significance> 0.05 The hypothesis of 
equal variances has not been rejected. 

b) Levene test: Significance <0.05 does not reject the 
hypothesis of different variances. 

c) p-value of the "t" test (Two-Signal Significance)> 
0.05. The null hypothesis of equality of the means of the 
two groups was rejected, So, it could be concluded that 
the means of the variable are statistically the same for the 
with 95% 
undergraduate/graduate students in 
Administration are learning/acquiring the skills that the 


two in this case, confidence that the 


Business 


organizations are demanding. 

d) p-value of the t-test (Two-tailed Significance) 
<0.05. If we reject the null hypothesis of equality of 
means of the two groups. So it can be concluded that the 
means of the variable are statistically different for the two 
samples, meaning that in this case, 95% confidence can 
affirm that the students/graduates of the undergraduate 
program in Administration are not learning/acquiring, at 
least enough, the skills that the organisations are 
demanding. 

Fig 3 compiles the "Top 10" competencies most 
demanded by companies. The criterion of serialisation 
was due to the higher averages of competencies. 
Corroborating with the assertion of Nassif et al. (2012). It 
is valid that the academy considers the competencies of 
the market. It has been observed that there are similar 
means for five different competencies and means for the 
other five competencies. For a positive result of similar 
means, it can affirm with 95% confidence that the 
students/graduates of the undergraduate program in 
Business Administration are learning/acquiring the skills 
most demanded by the companies. For a negative result 
of the same means, it can affirm with 95% confidence 
that the students/graduates of the undergraduate course in 
Administration are not learning/acquiring, at least 
enough, the competencies most demanded by the 
companies. 

Given the results, it can affirm that there is a gap, or 
insufficiency in the learning/mastery of the Soft Skills by 
the students/graduates. The result is so significant that the 
competence most demanded by the 
unanimously, since the standard deviation is 0.000, is the 
competence of "People Management". The demand of 


companies, 


companies for this competence corroborates with the 
report of the World Economic Forum, where it meets the 
most demanded skills by 2020, and highlights "People 
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Management" as a critical competency. The result also 
confirms the list of competencies most demanded by 
recruiters on the LinkedIn platform, where competency 
had 15% more demand compared to the previous year of 
the survey. 

Also, the general results show that from the group of 
32 competencies/variables studied, 10 do not have equal 
means, that is, there is insufficient learning/acquisition/ 
mastery by students, graduates and graduates for 31% of 
the competencies studied; in another result, it has 
estimated that for each group of three competencies, the 
students/graduates do not have enough learning or 
mastery. Therefore, it is possible to affirm that in an 
organisational scenario of constant transformation, the 
transversal and behavioural competencies, Soft Skills, 
gain prominence in the business scope, being imperative 
to the students/graduates of the course of graduation in 
Administration and professionals the use of these 
competencies. 


Final Considerations 

From the study carried out in the dimensions of the 
academy (students/graduates) and the market (GPTW 
companies) it has been noticed that there is a gap, and 
insufficiency in the  learning/mastery of the 
learned/acquired competencies in undergraduate higher 
education in Administration free to the competencies 
demanded by the market. 

From this perspective, the field research has shown 
that the current competencies suggested by the National 
Education Council no longer address the current market 
needs and although the MEC still lists core competencies 
for organisations. The document on competencies is of 
the year (Resolution No. 4 of July 13, 2005). The 
reformulation of the pedagogical projects for the creation 
of new curricular matrices for the undergraduate course 
in Administration should contemplate both the curricular 
organisation and the pedagogical practices, seeking, from 
this to minimise the disciplinary fragmentation of the 
teaching itself. 

Besides, in compliance with the curricular guidelines 

the undergraduate course in Administration, 
educational institutions are free to determine the 
professional profile. They want to form from their 


for 


competency matrix. However, there is always a 
difference between what has been taught in formal 
education (academia) and what the market wants. In this 
context, it should be emphasised that Higher Education 
Institutions need to understand the education process in 
the Administration to create and develop new strategies 


and teaching methodologies that students individually 
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and mainly voluntarily can go after to develop their skills 
more efficiently. 

the the 
companies, the study showed that the demand for 
transversal /behavioural competencies predominates. Soft 


Regarding competencies required by 


Skills brings together core competencies that help 
professionals reach their full professional potential. 
Therefore, having technical skills is a necessary but 
insufficient condition to ensure a position in the 
organisation; professionals who aim for the best 
performance must have both adequate technical skills, as 
well as transversal /behavioural competencies. 

The adequacy between the skills learned/acquired by 
the students/graduates in the undergraduate program in 
Administration and the competencies demanded by the 
companies shows through Student's t-test. There is 
insufficient learning/acquisition/ mastery of students, 
graduates and graduates in 31% of the competencies 
studied and most of them being transversal /behavioural 
skills. Therefore, the adequacy between the skills 
learned/acquired by students and graduates and the skills 
demanded by the market reveals a significant gap, 
primarily in the case of Soft Skills, the competencies 
most required by organisations. 

Although this research has 
theoretical and empirical scope, some limitations must be 


contributed to the 


recorded. The first concerns the sample of companies; a 
larger sample would prove more considerable for this 
study. The second is the characterisation of 
students/graduates and companies; seeking the comfort 
and effectiveness of the answers at the option of this 
author were not considered these questions. The third and 
last one refers to the use of a Likert scale with more 
points, allowing students/graduates and companies other 
answers, and consequently greater accuracy and 
performance of the results. 

Besides, it is suggested for future research the 
identification of the limiting factors that make the 
students and graduates unfeasible in the best use, learning 
and acquisition of competencies. 
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